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-EvaTuation of PATB and Its Use for Selecting Personnel

(" We were assigned the tasks of reviewing the evidence
“for the validity and reliability of PATB, its use in the

Agency for selecting personnel for professional positions,

its fairness for use with all applicants for positions and
to make recommendations for improvements in the tests and
1 their use.

Our assigned tasks did not include a study and evalu-
ation of the intensive psychological assessment procedures.
We have not obtained any data on these procedures and will
make no comments about them.

We were also not assigned the task of reviewing and
evaluating all of the procedures used to select personnel
for Agency positions. -We are aware that other procedures
such as interviews, review of acadéhic records, and recom-
mendations are used in addition to or instead of PATB.
Although we have not systematicaTT}‘“§tudied these other
procedures,'we could find no evidence tha@ they have ever

been validated. The Uniform Guidelines on Employee Selection

!
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Procedures (1978) (EEOC), apply not only to tets that

are used to select personnel but also to all other pro-
cedures used for the same purpose.

In carrying out our assigned tasks, we discovered that
a number of units in the Agency were using tests constructed
in the Unit or taken from other sources to make decisions
about employing candidates. We were not able to determine
how extensive this practice is nor did we find any evidence
that these tests had ever been validated. We think that we
should call to the attention of responsible officials in the
Agency the need to control the use of tests for selection
and particularly to insist that n0'tesf be used for this

purpose until it has been properly validated.
Nature of PATB and Its Use

PATB was constructed in the early or middle 1950's and
was implemented around 1956 or 1957. It was designed for use
with people who were applying for profgssipna] positions in
the Agency. In this feport we have focused on PATB Part I

and Part II as it is currently used in the Agency.

1/
" Equal Employment Opportunities Commission. Uniform
guidelines on employment selection procedures. Federal

Register, August 25, 1978, 43 (166) pp. 38296-7.
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n carrying out our assigned tasks, we discovered that
a numben of units in the Agency were using tests constructed

in the Unit or taken from other sources to make decisiops

about employi candidates. We were not able to deterpine

how extensive thig practice is nor did we find any evidence

that these tests had\ever been validated. We think that we

should call to the attention of responsible officfals in the
or selection

Agency the need to control the use of tests

and particularly to insist that no test be/ used for this

purpose until it has been properly validatgd.

Natpre of  PATB and K¢ Use

PATE was constructed in the edrly og middle 1950's and
was implemented around 1956 6r 1957. It was.designed for use
with peob]erwho were applying/for professiona_‘positioné in
the Agency. In this report/we have focused on

and Part II as it is curpyently used 1n the Agency.

.
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Hature of PATB

- PATB is divided into 2-parts,

is administered in field stations

‘F’ﬁo i4§2R000100130008-0
kel

one of which can be and

located in different

geographical areas in the United States. The second part is

administered by the staff of the Psychological Services

‘Staff (PSS) in the Washington Office.

A short description of the content of PATB Part I

and Part II is given below.
Part I

Tests “Time limits

Short Description of
Content

Vocabu]ary Span 15 minutes

Verbal
Comprehension 25 minutes

60 multiple-choice items
in which a word is given
and the examinee has to

select a synonym.

- The test contains 11

reading passages ﬁredomin- 
antly selected from literary
essdys—-and 41 multiple-

choice items based on the

b ku
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‘Abstract
Reasoning

Arithmetic
Reasoning

Language
Aptitude

Approved

25 minutes

30 minutes

‘Not Known

Sﬂ?#? %@ Y11 }HP% %&Eo m5%000100130008 0

passages. However, only

31 items based on 9

- reading passages are

scored.

30 multiple-choice items
using figural symbols
(non-verbal) arranged in a
3X3 matrix form. The

examinee must deduce the

progression of changes

occuring in the matrix and
identify what the content
of the last cell in the

matrix would be.

30 multiple-choice verbal

problems in arithmetic.'

Test consists of a series of

* tasks requiring the
~ examinee to learn an

artificial language. 59 -

multiple choice questions

are based on the learning

.tasks.

L
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Interest
Inventory

Part 11

Interpretive
Reasoning

Untimed

Unt imed

325 items relating to

occupational titles,

school subjects, activities,

amusements, types of

people, activity preferences
and personal characteristics.
For the majority of the

items on the inventory,

the examinee marks like or
dislike or indifferent.

The inventory yields 158

different scores.

Four problem situations-
one a genetic chart, one a
report of an experiment |
and two presenting graphical
material - are given
followed by a series of
statements. The examinee

is asked to judge the
degree of truth or

félsity of each statement.

There are 40 statements.

Approved For Release 2002/01/25 : CIA-RDP00- 01458R000100130008 0
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‘Biographical Unt imed 123 questions about
Information
personal background and
experience and recreational
preference. Many of the
items duplicate material

found in the Personal -

History Statement.

Preferences Untimed 108 questions to be
and Habit
Survey answered yes, no or unde-

cided. The results of
this survey are referred
to as temperament and are

- reported as 7 separate
scores using the Tabels:
quick, physical, outgoing,
predominant, self-confident,

solitary and question.

Work Environ- Unt imed 105 items to which examinee
ment Inventory _
responds on a rating scale
from 1, meaning highly desir-
able, exactly what he/she
would want; to 5, meaning

highly undeéirab1e,
he/she would

6
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Mumerical 10 minutes
Operations
Considerations 3 minutes

per question
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probably refuse the job.
Scores on this instrument
are reported.as work
attitudes. 14 different

scores are extracted from

the 105 items.

180 very elementary numerical

computational problems.

Examinee 1is given three
situations: negotiating a
trade treaty'with-Soviet
Russia, selecting g site

for a new plant of a
manufacturing corporation,
and an episode for a
detective story. The
examinee is required to
writé~down as many questions
or considerations that
he/she cén think of that

are relevant. The score is
the nuhber of responses

that the examinee gives.

Quality of the responses

TR My
f0'01448Rd00100130008-0
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or repetitibn do not enter

e —— —
into the score.

Contemporér& Unknown A number of somewhat lengthy
Affairs Test
: ‘reading passages are given
describing a current
event. The examinee is
required to identify the
leader or the foreign
country described. The
latter sometimes has to be
identified on a map.’
There are 50 multiple

chaice questions.

- Essay 30 minutes - Examinees are given three
topics - At what point
does a job become a
caréer?, A significant
personal experience, and
The ro]elbf bersona]ities
in world affairs. The
examinee selects one topic

and writes an essay on it.

No systematic guides are

8
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used to score the essays.

They appear to be scored

A
iﬂmressionistica]?y and no héquzs

Quantitative scores are W/

reported. 4é%ﬂ?;g;;p

We could find no rationale for the assignment of the i
tests to the different parts of the battery. Except for the
Strang—CampbeT]'Interest Inventory, all of the tests in Part
I are cognitive or intellectual tests, but some of the tests
in Part II, Interpretive Reasoning, Considerations, Numericé!
Operations, Contemporary Affairs Test, and the essay, are
also cognitive tests. Therefore, the assignment to dffferent
parts of the battery does not appear'to_be'based on the
cognitive - non-cognitive dimension. Three of the tests in

Part I, Considerations, Numerical Operations ahd essay,
| have to be hand-scored but a7 the others can be machine
scored;-so the division does not appear to be based on this
factor. The division could not be based-.on the fact that
the tests in Part | have more relevance for Jobs in the

Agency and higher validity for predicting jdb success. J@i_

could find.no evidence that systematic job analyses have
—~— - hd-n ‘ »
been done and, as we will show in_a later section of the

report, none of the tests either in Part T or Part IT have

\
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T£L been shown to have ané consistent validity for predicting
). 't 1 "KV\/ =

o Jjob success. We suspectjthat someone a long time ago
‘4'\ )

oL

i

decided that the battery should be divided into two parts so.

_ ?
that each part could be administered in 3 or 4 hours; and, \rw o
w-‘mé_wh

“having made this decision, he then somewhat arbitrarily Fryre 2 Hhard !
(fmf on ofiv-ale
‘assigned tests to the two parts. - Toms n Past L o-d
M relucldd ¥ Pot2?
Norms for PATB were established by testing people who Tha awcters SeemTs b
40/'7‘““‘1&6:"&’

were employed 1in professional jobs in the Agency in the ov anivyelevantisve.

1950's. Separate norms were developed for males and females.
The males used to establish the norms had longer tenure with
the Agency, higher G-S levels and more advanced education

than did the females. We suspect, but cannot prove defini-

%+

: gﬁ*?g 51~L¢_ tively, that the females. used to norm the test in the 1950's
Lerdy ol ] _ i
are not representative of the females in the applicant group
rd
today. We also suspect that minorities were either under-
e basis ffo-ts elarn, otatd
represented or not represented at all in the normative
roups. The descr1 tions of the norm groups do not 1ve
,0-’ SIT:}&J— g P P g P *"-——-——————9_.,, qu:f/ﬂ.éé QQL
\we -7//"1nformat10n on race or ethnicity. This is a serious omission. e oG Nomp
fa vy G Infornetion on race o, 55

The he omission of these data indicate that the results of PATB affect U ~oh JosT™
q'f“'»..r )’?QO:J' i

cannot be 1nterpreted and probab1y shou1d not be used for

m1nor1t1es. The tests need to be renormed us1ng a current

T T &m,{ na s(b l.c+ﬂ~ {b l’d'zdm‘]’
applicant group. apeet 1T fo rwk& MHBaethv~nu#NMuét

Use of PATB in the Agency

The results from PATB, if they are used at all, enter into

10
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~decisions about employment at a relatively late stage of the
tokal selection process. As we understand the employment
 Qrﬁcess, a typical seduence goes something Tike the following.
The first contact that a person who is interested in employ-
ment in the Agency has is with a field recruiter. The field
recruiter may interview the person either by telephone or in
person. On the basis of the interview, the recruiter may
decide that the person is not suitable for a job with the
Agency and then does not give the person an application form.
These people never take any part of PATB. The field re-
cruiter may decide that the person does have potential for
ehpToyment and gives the person an application form. Some
of these people never complete or submit the applicgtionv
form and are never considered for employment. Again, test
scores play no part. If the application form is‘compTeted
and submitted, then persons outside 6f the Washington area
are assigned to one of the field settings to take PATB I and
those within the Washington area are assigned to a Head-
quarters office to take both PATB I énd PATB II. Answer
sheets from the field settings are sent to PSS and scored
but no report of the test scores is prepared.

When the applicant's Personal Hisﬁory Statement 1is
received at headquarters, the Skills Bank in OP#¥ prepares a

list of names of applicants called an Applicant File Listing

h?* ﬂ&u
RbGE14b130008-0
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that includes the. applicant's name, education and relevant
experience, foreign ]anguagé capabilities, acceptable salary
level, recruiter's recommendation, and prior commitments
made to the applicant. No test scores are reporfed on this
form. The listing is circulated among the various units of
the Agency. If no one indicates an interest in an applicant
within 10 days from the date of listing, the applicant's
file is sent to storage where, at the present time, it is

!
nearly impossible to retrieve it. All such applicants are |

|
{

essentially lost as far as possible employment is concerned.

If a unit,expresseslinterest in an applicant, the
manager or his represéntative can request the file or can go
to the Skills Bank to examine the app]icant's'fi]e. Gener-
ally, the file, at this point, contains no record of test
scores. If the manager is still interested after examining
the file and wants to see the results of PATB, the Skills
Bank seﬁds a request to PSS to prepare a narrative report of
test performance. The managers in-the.units never see
actual test scores of applicants; they see only the narrative
report. It is only at this point and fér the managers
feqﬁesting test scores that PATB could influence the decisidn
to employ a person.

We could not determine precisely how many applicants for

professional positions in the Agency are required to take

Approved For.l




Approved For Release 2002/01/25 : CIA- RDPOd 01458R000100130008-0
AR HSTRATILETERAL BOE oMY

PATB and, if they are requited to take it, how many personnel
managers in the uhits use the results of PATB to make
employment decisions. The Director of PSS estimated that
only about one-half of the applicants. for jobs in the Agency
take PATB. However, we are not sure whether estimate
applies to applicants for any type of job in the Agency or [/
only to professional jobs. In a survey done by the OIG
‘Survey Team of EOD's from 1 October 1977 to August 1979,
63% of the EOD's to professional positidns reported that
they had taken PATB and 37% reported they had not. We could
find no written policies as to who is or is not requfred to
take the tests. Some exceptions, such as those for appli-
cants for professioal positions that required highly special-
ized knowledge or competencies that are not appraised by
PATB or for applicants who were directly recruited because
they were known to have expert knowledge in an are; of high
priority to the Agency seem reasonable. Nothing could b
gained and much could be lost if theéémbéople were require/j
to take PATB. However, it did not seem reasonab]e to us
that, among candidates with similar educat1ona1 and exper-
ience backgrounds applying for the same type and level of

professioanl job, some were required to take PATB and some

~were not. We think, some guidelines should be developed for

L)
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the PATB requiremznt and thét such guidelines be followed by
all units. If the decision to reéuire or not to require
PATB for professional jobs is‘made by individual managers,
there is a high potential for violating the EEOC gu1de11n;/
on disparate treatment of applicants.

The best information that we cou]d.find on the extent
to which managers'in the units use PATB results alsoc came
from the survey of supervisors of EOD's from 1 October 77 to
August 79 done by'the OIG Survey Team. Four hundred ninety-
one shpervisors from 44Acdmponents of the Agency respoﬁded
to the questionnaire. Of these, 65% stated either that PATB
was not ddministered to applicants or that they had no
opinion about'the.userIness'of‘PATB 6f thaf PATB rééulfs
were not very useful and tended to be disregarded. E]eveﬁ
percent indicated either that they tend to ignore PATB
results if most other factors are positive or that PATB-
results are used mostly to eliminate weaker applicants.

Only 26% of the supervisors reporfé&miﬁat an applicant

v
Equal Employment Opportunity Commission. Uniform guidelines
on employment selection procedures. Federal Register, August 25,
1978, 43 (166), p. 38300, Sec 11.

14
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is rarely selected without positive PATB scores or that
PATB scores are one of sevéra] major determinants in making
selection decisions. ‘These results suggest that scores on |
PATB do ﬁot have a major role in selection decisions for the 3
Agency as a whole but do play a significant, sometimes a |

major, role in .certain managers' decisions. However, one

must remember that these are reports of what supervisors say

that they do. How well what was said matches the reality off&wd‘l'

i

what is done is still unknown.

The:variations_that exist in the requfrement for taking
PATB and in the use of the results have disastrous impli-
cations for validation research. .Such variations reduce the
number of employees who have test scores thereby reducing
‘the size of samples that can be used to study the validity
of PATB. They also introduce unknown biases in the employee
samples and, probably, into the criterion ratings of Jjob

effectiveness.

Validity and Re11ab1l1ty of PATB
We have presented a detailed critiqué of the validity

and reliability of PATB in Appendix 1. In this section we

will summarize the major findings of the detailed critiques.
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The reader who is interested in determining the documen-
tation for our findings and a more complete discussion of

them should read Appendix 1:

Rationa]e for PATB

When one sets out to construct a battery of tests to
-select personnel for jobs, the first step in tesf construc-
tion is to do a systematic analysis of the jobs to determine
‘what knowledges, skills and competencies are needed to
perform the job. Tests would then be constructed or
selected from existing sources to appraise these knowledges,
skills and competencieé. IWe searched fof but could find no
evidence that the construction of PATB was based on a
systematic ana]ys1s of JObS in the Agency We coqu not
find any material that explained nor cou]d anyone tell us
why the tests that comprise the PATB were chosen. The
absence of evidence on job analyses and on the rationale for

choosing the tests in the battery casts serious doubtﬁgﬂ_&ﬁe

content validity of the battery. The lack of job analysis

\

Bt S B l/
data violates the standards for selection tests set by APA
2/
and EEOC.

1/ Standards for Educat1ona1 and Psychological Tests.
Washington, D.C.: American Psychological Association, 1974
p46 Standard E12. 4

2/ Op. Cit. p. 38300, Sec. 14A.
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Once. a battery of tests for selecting personnel has

beeri constructed, several types of studies need to be done

~to clarify what the tests are appraising and what scores on
the tests mean. For example, correlations pf the tests in

PATB with other tests of known validity should have been

]
Na’r‘-hwl '
el &J%tﬁjiﬁ’ﬂﬁﬁe. Such studies have not been done. Factor analytic
T WS 8 ,
:ﬂbygéérf- studies of the battery should have been done to clarify the
sest

meaning of the test scores. The Chief of PSS told us
that factor -analytic studies had been done but were not
kept, and evidently not used. The type of validity that we
" are discussing here is called CQﬂ%ﬁEﬂEE;X?ljﬁjﬁY' It is
pérticu]ar]y important in test;wor scales that purport to
appraise aspects of'persdnaTity'and'temperament! The work

attitude and temperament scales on the PATB are examples of

these kinds of tests. To date no_evidence has been produced

to show what thes are appraising or what scores on

them mean.

e e

T i

Evidence on Criterion-related Validity

e et ST

validity, we searched for evidence of criterion-related

validity; i.e. evidence that performance on the tests

58R000100130008-0
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and scales of PATB was significantly related to performance

on the job. The @study to determine the criterion-
mtd oy

related validity of a test or battery of tests requires that qu;[q,(,()

: e v !
(1) the tests be administered to a large and representative ﬂ#m‘” '

aJS;b/" r" e
'W“i Pﬂuglcc"'nh fo

M/ =7 group tested be placed jn the same or highly i@i}iq‘h_ipbs;/gg%&%%
224 and (3) reliable and relevant appraisals of their job “ﬁ_’;;?;/e \“

/”;*M}. - performance be subsequently obtained. In the Agency, as in’l

{y,:

group of applicants; (2) all, or a random sample, of the

AKX

any other practical setting, none of these requirements of /
2 /-‘

an ideal study_cirl be fully met.

The number of employees in the same or highly similar
jobs in the Agency 15 small and thé -.numbers available for
validity studies are reduced because not all employees are
required to take PATB. The persons in the applicant group
who are employed by the Agency do not represent a random
sample of applicants but instead are highly selected. Some
of the'selectivity has been direct; i.e., people have been
selected because they have high test scores and some rejected
because they have low test scores. Some of the selectivity .
has been indirect; i.e., it results 'fr'om. ‘ﬁel.ecting people
who have performed exceptionally well “in college or have

earned advanced degrees. When the less capable applicants

18 '
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have been excluded from jobs, validation results on the

remaining cases will be distorted and generally weakened.

In the extreme case, if all employees had identical scores

on a test; that test could not predict differences in perfor-
mance even though the competency measured by the test is a
¢ritical requirement for successful performance on the
job..

In a number of the studies on criterion-related validity
that we examined, the investﬁgators invested considerable
time and effort to obtain good ratings from supervisors of
Jjob performance. These ratings, called criteria, were not
developed by systematic analyses of jobs or job performance

but by discussing the jobs with the supervisors. As a Sckﬂdﬁﬁ'
_ ol

result, serious doubts can be raised about the relevance and Afkt;ﬂ'iﬂ&l

validity of thé criteria as measures of Jjob performance. %‘4@

Experience with supervisor's ratings of job performance over wil
j;" p p g Job p _ q&LmﬁTapxwdeMM—

the past 60 years -has indicated that they tend to be unre- °ﬁwdi&[a4aw*za

liable and often b1ased by a variety of ractors other than

g @

job performance. _Eggllgggggjly, though, these types of

criteria are the onlz ones that the 1nvest1gators of 'the /é$AMﬁ

wWell e dp!

One additional factor has also hindered the efforts to

validity of PATB could possibly obtain.

obtain not only criterion-validity .data on PATB but also

ADHISTRATIESITERMAL BSE OWLY
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other types of validity data. In order to do a validity
study, a high Tevel of cooperation must exist among the
managers of the units where the employees are and the

psychologists conducting the studies. Our discussions with

.t‘he psychologists doing the validity studies indicated that { h‘\)l ‘:
Na’b*“% :the necessary Tevel of cooperation couT'd not be obtained 63’96 *{“:; i
;&)::,;’;,;\Jﬁ;& .fmm many B.f the ~5111‘1_41:§_'.ﬁ_1n Ehifggncy. ”-They also fndicai'éd ,\f; s‘f‘“ fﬁ
&MM;%HT" that there was no higher level of administration to which 1}& ﬁﬁ,ﬂ
:?*‘(::éj\ * they could turn to secure the necessary cooperation. g

he reader of this report should keep the aforemen-
joned problems in mind in reading the comments that follow.

lh 5"7({”;&”‘& Mthough we found the ev1dence for cr1ter1on related va11d1ty
Cq W
“Wukn»&wm“‘wa to be weak and unconvincing, the reason for th1s state of

e T T T T T e

-0

wu'k“”“‘"‘“ ? affairs rests as much or more on limitations of the settmgs

in which the studies were done as on the inadequacies of the [oowo//
~— R —————— ‘

We have reviewed 23 studies that purported to present

s S

eyidence on the validity of PATB. 1In general we found the

_qﬂity of reporting in the studies to be_"very poor. The ,,/_w,—;tyw;& .-
samples of subjects used in the studies were inadequately \ ,/I,ﬁ,ow
2k o b7,

described, and, when they were described, only sex of the M

Ef&;wt subjects was mentioned. The data generated in the study /1,[»70 (‘\
a?av:w,ljﬂ'ek}'
20
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were usually incempletely reborted and the conclusions
reachéd were freguently not justified by the data presented
in the study. We had to discard 6 studies because they

reported no data, one study because the statistical analyses

of the data were inapprobriate, and 2 studies because they

did not report any data on the PATB. After discarding these

studies we were left with 14 studies, 4 of which were

related to foreign language training and 10 to job perfor-

mance in various units in the Agehcy, A total of 14 stud1es
—_—

Viakus. ju —
is rather scanty considering that PATB has been in opera-

tional use for. more than 20 years which, to us, indicates

the lack of any systematic plan for validating PATB. F;’LQQQ /ﬁt

We reviewed the 4 studies that reported data on the
relationship between scores on PATB and success in foreign
language training. Only 2 tests, reading vocabulary and
reading comprehension, had consistent correlations with
success in foreign language training and these were consis-
tent only for foreign language training in French and
Spanish. Scores on the language aptitude test,'which
one would expect to be related to foreign language tfaim‘ng,
did not show consistent relationships. In general, on the
basis of the results of these 4 studies, oﬁe would have to
conclude that the scores on PATB provide very little help in

predicting success in foreign language training. —

?rolméﬁ
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On the basis of our review of the 10 studies that
investigated the relationships among scores on PATB and
criteria of job performance, our findings were as follows.

1. No consistent pattern of correlations for
similar jobs in the Agency or for similar criteria of
job performance has been found. In all of the studies,
the number of subjects used has been small in relation
to the number of predictor variables (test scores)

used, and the number of significant correiations

ﬁbhwW& obtained did -not exceed what one wouid expect by'

B oo

chance. _The correlation data provide meager, if any,
support for the criterion-related validity of PATB.

2. The equations generated by multiple-regression
analysis or discriminant analysis to predict job
h performance have been based on extremety small and

. Tnadequate samples of employees and have not been

cross-validated. These equations should not be

e

used to select or place personnéf%in'Agency jobs until

- they are cross-validated.

3. The samples of employees used to study the |

criterion-related validity of PATB have been composed
Yoneir?,
”akﬁtib solely or primarily of white males. Females have been

Fia7 T

underrepresented or not represented at all in these

s e T
" ;iqj o 2] V
e b WEEble WHGES &
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samples, and there is no evidence that minorities are
represented in these ;amp1es; therefore, equations to
predict job performance should not be used for females
and minorities.

4. No validity studies have been done using
the writing sample, and the Strong-Campbell Interest
Inventory, and no validity data are available for the
majority of items on the Biographical Information
Inventory.

5. The evidence on va]idity presented in the
10 studies does not meet minimum standards for validity . '

/47_ ST_b:yBAPAlér EEOC gmdehnes?/$‘ Theee WW 2f Wu”w
e Fiven the meager, unreliable and unstable data on

;Mg@
e

to find the psycho1og1sts enthus1ast1ca11y promoting the %WV/

Lo encoc e

uncritical acceptance and use of the data. We foundz ‘é m./a,

the psychologists making statements such as "...we knowW;;z;

/
in many instances the precise mathematical manner in whichm,/w /a—wvcz—

1/ Standards for Educational and Psychological Tests. W
Washington, D.C.: - American Psychological Association, ‘\\‘

1974.

2/ Op. Cit. p. 38304-5.

23
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selected test scores correTgte with performance in a number |
)
of specific job settings." Even under the most ideal con-

ditions for doing criterion-ré]ated studies one never knows_
this precisely; one only . has estimates of the relationship.

The estimates that the psychologists have, from the studies
No avidenet J‘WLJ‘
that we examined, are unreliable and unstab]e. We think the,
. e —— . .
psychologists should show more restraint both in their

statements about validity and their use of the validity

data.

Reliability of PATB

Little attention has been given to determining the
reliabilities of the scores from PATB.  Since 1958, only one
rel1ability study has been done. This study and the Test

Data Book No 15, 1 July 1958 are the only sources of informa-

tion on reliability.

No reliability data are available for minorities or for

females on the work attitude scales.._ Until reliability .

1/ Memorandum from C/PSS to DDA, 25 Jufy 1979.

. ANBARICTO ATRIC BITEDAAL TN Rl U
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data are available, these tests should not be used to make
décisions about these individuals.

Reliability, 1.e.; the accuracy or stability of scores,
is -an important characteristic of a test. If the scores on Aﬂb;¢4
a test are unreliable, then the scores will not predict
anything. For making decisions about individuals one needs
to have reliabilities in the high .70's or .80's. VFor white

males and females, the scores on Reading Vocabulary,

Reading Comprehension, Arithmetic Problems, Numerical

Operations, and Interpretation of Data tests ha?e at least

marginally acceptable reliabilities. The reljabilities of
the Figure Matricés, Contemporary Affairs, and Considerations
tests are unacceptably low. The reliabilities of the WOrk‘
Attitude scales for white males and the Temperament scales

for white males and females are also too low to be used to

make decisions about individuals.

There are no reliability data for the writing sample.
This test needs to have two kinds of ﬁg11ab111ty established,
the reliability of the sample as representing the true

writing ability of the applicant and the reljability of

scoring or judging the quality of the writing. Neither type

of reliabi]ity has been determined.
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The Narr@tive Report

Unit managers never see the actual test scores of
candidates. They have access only to the psychologist's
narrative report which consists of 7 sections, 6 of which
describe the candidate's performance on the tests and 1 of
which makes specific recommendations about the candidate.
We have given a detailed critique of the narrative report in
Appendix 2. In this section we will summarize the main
points in our critique.

The last section of the narrative report, Comments
-and/or Recommendations, caused us considerable concern. We
found that the psychologists were making very strong recom-
mendations to hire an applicant for a specific job or for a
specific unit, but we found no data to support these recom-
mendationﬁ. The psychologists stated that these were based
on "test profiles" that they have deve]oped for various
Agency(jobs. We asked for, but were not given, any informa-
tion on how these were developed. We Suspect that the "test

profiles” are nothing more than the average scores made by a

group employed in a certain job and that théy are based on

the same small samples used in the validity studies. If
they are based on these samples, they are unreliable and

unstable and chould not be used. Even if the test profiles

151 REIQT %5* 5{ { Mtk_g e By
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are based on large samples, they represent nothing more than
descriptions of how the gmp]oyed group, on the average,

performed - on the tests. They do not provide evidence that

app71cants need to have the same profile to perform adequately

TS e L

7ulL (.Jv7kayuf/&¢4vbt4£4 of/

The psychologists also appear to be using the multiple
regression equations or the discriminant analysis equations
generated in the studies of validity to make recommendations.
We have previously pointed out that these equations were
based on small samples and have not been cross-validated and
that the samples used to % enerate them have been composed

whare is fais dde comng. Rom

primarily or solely of white males. Recommendat1ons for

specific types of employment made without adequate validity

data, as are these that we are discussing, promote unfair

use of the test results. Such recommendations tend to
exclude from cons1derat1on for employment those 1nd1v1duals

who score low on the tests when there is no ev1dence to

indicate that these people could not perform satisfactorily
: ¥

_on the job. This practice violates EEOC guideTines.

The descriptive sections of the harrative report also
caused us considerable concern. We have previously pointed
out that there is no evidence on the content or construct

validity of the fests in PATB; therefore the psychologists'

1/ Op. Cit. p. 38301

w
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inferences about what the tests are measuring cannot or
should not be made. We also found that the psychologists
were reporting scores on the tests without regard for the

varying reliabilities of the tests. We found that the

—

psychologists were rather cons1stent1y m1s1nter‘pret1ng the

et S

results of the Strong-Campbell. Interest Inventor_y by mfer-

ring abilities or personaht_y characteristics from the

————— s e

scores on these tests, wh1ch cannot be vahd]y done.  We

—~—— - - e e

r found that the reports of writing abih’ty varied so exten-

sively from one report to another that it would be difficult

for the user of the report to compare the writing ability of vaxies b o
different applicants. |
No systematic studies of the narrative report have been
done.  There are. no ggjﬁa_s:, for the psychologists to use [ JAir
in preparing the narrative reports. We suspect, but *wa‘,,
' Cocted oo

cannot prove, that the manner in which the narrative /L&//W

report is written greatly influences the managers in the
units who are Qsing the reports to make tn'ring_ decisions.
The lack of uniformity in describing test performance:
in the narrative reports raises questions as to whether

applicants scoring at the same level on the tests aré

perceived in the same way by persons in the unit who are

making the employment decisions.

I ‘éé‘iﬁ“y}’%’?i T s o w
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Appro&gﬁﬁpﬁ&ﬂ’é}ﬁ?@%ﬂé@%ﬁﬁ é_'RIE!%E-cﬁﬁ;ﬁsﬁooo10013_0008-0

Foalnmamted i SN e. e

In view of the above, we question whether the presenthz j;e/qz’ff?%6
form of narrative reporting represents the most desirable
form for making test scores available to potential emp]oyérs
in the Agency. Preparation of reports is costly in time of
the psychologists and of iypists. To the extent that the
narratives are not standardized and stereotyped, they tend
to branch out into interpretations that are subjective and,
many times, invalid. We would propdse the uniform prepar-
ation for each applicant, at least for the cognitive tests .

Urecirni e 1 e

in the battery, of (a) a profile report of scores'br"(b) a VNQM 2
ez T -

completely standardized verbal report. Either of these

could be generated by a computer.
Fairness or Bias in PATB

The terms, test fairness or test bias, have no uniform
definition. One definition of test bias is based on Tower
average performance of certain groups on the tests; however,
this definition is completely inadequagg;"According to this
definition, a spelling test would be biased against those who
cannot spell and reading tests would be biased against
jlliterates. For the purposes of this report, we wili 257

the definition of unfairness given in the EEOC guidelines

which is as follows:

Y7 Op. Cit. p. 38301
' 29
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When members of .one race, sex or ethnic group
_characteristicalﬁy obtain lower scores on a
selection procedure than members of another group,
and the dlfferences in scores are not reflected in

= R

differences in a measure of job performance, use

of the selection procedure may unfdirly deny
opportunities to members of the group that obtains

the lower scores.

1/
The EEQC guidelines also state that organizations using

selection procedures should determine whether these have

"adverse impact" defined as a selection rate for any race,

sex or ethnic group which is less than four-fifths (eighty
perqent)-of the rate for the group with the highest rate of

acceptance. We searched for but could find no evidence that

Xﬁ&‘ ey studies of adverse impact of PATB or any of the other T %,
?ﬁ}#{wsmz procedures used to select personnel  for Agency jobs have 1)"7“'75,‘4"“’-"
dea' ever been done.
17\ We found only two studies of mf;5;7iy applicants. One
ST-%NN’IL of these done b_y-in 1973 has to be disregarded OOPS./

\\w’v

because the data were not analyzed correctly. The other

done by the staff of PSS on black applicants from 1 January
1974 through 10 January 1977 showed that of 958 b]ack
applicants, 438 did not take PATB and 520 did take it. Out

1/ Op. Cit. pp. 38297-8.
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of this number of black applicants, 15% were hired. by the
Agency. Of those hired, 57% were tested by PATB and 43%
were not tested. It is difficult to interpret these data in

terms of fairness of PATB. About the only thing that one

can say about them is that PATB does not appear to have any

———

_more bias than do the other selection procedures.

There are, though, a number of factors that indicate
that there is potential for uhfair use of PATB. These
are:

1. The tests were normed on largely white groups.

2. The samples used to determfne criterion-
related validity have been composed largely -or solely
of white males.

3. The equations that are being used by the
psychologists to make recommendations about hiring an
applicant are based on small samples of white males and
have not been cross-validated.

Additional Comments

Despite the fact that we have been very critical of
PATB and the validity evidence for it, we think that the‘
Agency needs a battery of good selection tests for the
following reasons. First, if the tests are eliminated, the
only procedures for selecting personnel would be interviews,

review of past academic records and experience, and letters

II *
YERIL] wgp“ EﬁgTﬁ?-.:f.‘ljlg?, T{E‘\a{‘{; EEQS: g}. L§
i X i c"'.i ERATRA Y -:__,.:a
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of recommendation. The extensive research literature on the
use' of interviews for se]egting personnel shows them to be
invalid, unreliable and subject to the personal biases of
the interviewer. Letters of recommendation generally give
Httle useful information about applicants. Past academic
records are difficult to interpret because of grade infla-
tion and becausé of differences fn characteristics of the
student bodies (and in grading practices) in different
colleges. If, in interpreting past academic records, one
gives too much weight to the selectivity of the institution
attended, one is likely to belittle high level achievement
in a non-selective institution. Yet many very able people
graduate from non-selective institutions. |
Second, the number of applicants for professional jobs
in the Agency. is very large in relation to the number. of
jobs to be filled. It would be impossible to interview
intensfve]y all applicants for jobs in the Agency. A valid
and reliable test battery could help to identify those
applicants who are most promising for jobs in the Agency.
Third, from reading such job-descf&ptions as were
available, and from talking with Agency personnel, it
appears that many of the jobs do make demands for a high

level of ability on cognitive functions of obtaining,

32
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synthesizing and processing information. These include such
things as reading a wide *variety of documents, which may
include quantitative, tabular or graphic content as well as
prose; eVa1uat1ng the reliability and relevance of state-
ments. from individuals and from documents; combining incom-
plete and sometimes inconsistent or contradictory informa-
tion from various sources into a coherent Synthesis;' and
preparing clear, concise reports that summarize the informa-

tion and propose conclusions to be drawn from them. All of

these abilities can be measured by paper-and-pencil tests, ¥ ,
o
¥ Y -
although the present battery does not appralse them vehyrgy ﬁﬁifyf Jﬁ
ptf *al o BT
well. 5‘% §V9§%yj~
/’d\ ,;;;‘”'5

The present battery of tests does the best job of
providing information about. abi1it}es to comprehend the

information input. This is gottén at through tests of
\*\
vocabulary, reading comprehension, and arithmetic reasoning.

However, the other abilities are not adequately appraised.

. A writing sample is obtained, but 1t does not seem
Drmiticortl, P : E—
Nl dop c4mmﬂﬁﬁgg be closely related to the writing that emp]oyees will be

P FH b dy will
aw“;n}iu called upon to do in their job. We would suggest that
vl He i

diidual's consideration be given to replacing the present writing

‘\-\-ua ks llS

sample with a standard task in precis writing, in which

33
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the applicant would be given a body of information in a
mixed up order, some releVant and some not relevant, and
would be required to produce a coherent, brief (perhaps 250
words) summary of the material. Another task that might be
tried as a job related Writing performance task would
involve selection, evaluation and synthesis of information
from several partially relevant, incomplete and somewhat

contradictory sources. Both of these could be scored more

reliably than the present writing sample and both would be

S

We have serious doubts or reservations about the

usefulness of the other tests in PATB. The Interpretation
whHATE, ;L-r{ovyk')’ﬂ:yu. Hare wire wrdah, o iy .77

of Data test has marginal re11ab111ty and dated content.

A e s o e

The Numerical Operations test.which appraises speed of

simple numerical computation seems of somewhat doubtful

relevance in view of the nature of Agency jobs and of the

universal availability of hand calculators. The Considera-

. W@ dyw Wiz AT Covs from 7, o
tions test has a very low re11ab111tx and is appraising a

type of verba] f]uency ‘that does not appear to be relevant

to the performance of professional jobs in the Agency.

We question, both on psychometric and on policy
grounds, the use of the self-report instruments that alleged-

ly appraise work attitudes and temperament. They have

S b paldded ¥ op vork
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shown. no consistent correlations with job performance. 557
by “whiose. 4ulea 2 P W ol 1
Their reliabilities are unacceptably low. They have no Ailbﬂigy/ﬁﬁ A

demonstrated construct validity, require the individual to {}L”7 lo

"testify" against himself/herself, and are subject to ~£7

N e I T T

: - mw%fﬁﬂ"aaﬁm
We have very s #ong objections to the use of the

Strong-Campbell Interest Inventory for selection of person- SCIT &7 ectes

nel. It lacks Adgency norms and Agency validation. It is /“6vﬂeﬁnﬁ44¥1/

consistently misinterpreted in the narrative reports. 441g9£é:ﬂ

Research on the Strong-Campbell has shown that it has
validity only for entrance into and persistence in an
occupational field. Scores on the instrument have not been
shown to relate to successful job performance.

There are other aspects of the tests that indicate
the need for revision. The content of some of the tests is

33?70f datej e.g., prices appearing in some arithmetic

problems. The Reading Comprehension test requires the
applicant to answer 41 items but only 31 are scored. The
passages in that test are predominantly drawn from literary
essay type materials that tend to focu§ on middle-class:

manners and conventions. The Vocabulary test contains

Approved For Release 2002/01/25 : CIA-RDP00-01458R000100130008-0
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too many esoteric words such as scantling and mignonette

whose job relevance is difficult or impossible to discern.

The "face validity," i.e., the appearance of job relevance, N f
of most of the tests could be improved by making the content ﬁﬁwkéi%
more related to that encouﬁtered in the work of the Agency.

Although "face validity" has little effect on the real validity

of tests, in today's contentious climate and controversies
AIOM{ ~

-about tests, face validity will red rhetoric. E;
/

Although we have suggested certain revisions be made
in PATB, we strongly recommend that no revisions be made
until a systematic analysis of professional jobs in the
Agency is done. The method of Jjob analysis developed by

1/
McCormick (1969, 1972, 1977} appears to be especially

1/ McCormick, Ernest J. The Development and Background of

- the Position . Analysis Questionnaire (PAQ) lLafayette,
Indiana.  Occupational Research Center, Purdue University
Juné 1969.

Marquardt, Lloyd D. and E. J. McCormick. Attribute
Ratings and Profiles of the Job Elements of the Position
Analysis Questionnaire (PAQ). Lafayette, Indiana. De-
partment of Psychological Services, Purdue University. 1972.

McCormick, Ernest J., A. S. DeNisi, and J. B. Shaw. The
Use of the Position Analyses Questionnaire (PAQ) for Estab-
Tishing the Job Component Validity of Tests. Lafayette,
Indiana. Department of Psychological Services, Purdue
University. 1977.
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sufitable for Agency type;jobs. The job analyses will
provide information concerning the knowledges, skills and
| competencies needed to perform professional Jjobs in th.e
Agency. One will also be able to determine whether these
knowledges, skills and competencies are common across all or
mast professional jobs in the Agency. If they are, then one
battery of tests is needed. If they are not, then more than
one battery 1is needed. Once the skills and competencies
needed to perform professional jobs in the Agency are known,
then one can construct tests or devise other procedures to
appraise them. To undertake the construction of a new
battery of tests or the revision of the present battery
without a systematic job analysis is likely to result in no
improvement.

We were somewhat distressed to find that the results:
from the PATB, especially those from the cogmtwe tests, -
were made available only as a secondary source of informa-
tion, and then only when specifically requested by a
potential employer. No test results are ‘available with
the preliminary prospectus about a candidate that is
circulated to the various branches within the Agency.

For a great many applicants, the PATB test scores never

37
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reach a potential employer. When this fact is combined
with the finding that 80% of those in the highest group on
the Intellectual Composite are hot employed by the Agency,

one wonders whether optimum use is being made of the test

results. Obviously, there are many other reasons why these Iﬁéﬁvﬂ‘ @JJ;)@;
7 Ada ¥ Mo
capable applicants are not employed, but it would seem that UKJi:;:uwé@r

a good deal of talent is "blooming unseen" because the o ;ﬁ;ﬁi
information does not reach potential users. | -
We would like to see some type of procedure set up

through which each of the more able applicants would at

least be sure to be considered by potential employers. deﬂ_
. .
2 We are not sure what would be the best operational bJ1%@
X | m We
| *\‘Ei procedure. One procedure would be to prepare a weekly (?) b’r
RN |
§ ‘E?qg Tist giving the names of high scoring candidates, and to
| ¥
: jgﬁéd circulate this routinely to potential employers. The
é “3 employer could then request the full personnel file for
#\§§ cases in which ‘there was interest. Another brocedure would

be to routinely send the computerized ‘test report for all
cases to the Skills Bank where (1) it would become part
of the individual's fi]é, and/or (2) salient points would
be incorporated in the precis on each individual that is

circulated to potential employers.
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| We are not well enough versed in internal Agency

-operations. to determine what procedures would be best to

ensure that all the mostfcapab1e applicants receive serious

cons1derat1on. We do believe that the test results can and
should have a more active and positive role in employment
decisions.

Another aspect of the recruitment process that aroused
our concern was the relatively short time that a candidate's
file remains in the active Skills Bank file, and the rela=-
tive inaccessibility of that record once it is removed from
the active file. We understand that procedures are under
way to computerize the files of applicants, and that it will
become feasible to store a large pool of cases, coded by
various relevant facts about them, so that cases showing

certain types of experience or certain skills can be readily

. retrieved. We consider this a very important constructive

step. With the sizeable investment in recruiting and
testing, it seems most unfortunate that_capable individuals
be Tost just because there is no vacancy that happens to fit

their special competencies just at the time when their

application is being proceséed. A computerized record '

retrieval system should make it 'possib]e to exploit more

fully the talents located in the recruiting effort.
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e would urgé that the retrieval system igcTude

T i disSamat T Ve e - J
information on test scores &s well as on relevant background Cmgd

and skills. It would be helpful to be able to sort out, for _ w! S
. [ORpp— e = . S N O‘TY:l' wb\o

example, not only all political scientists who read RUssian, )@pﬁL

but also the: sub-group of those political scientists who

also analyze data effectively and write clearly and con-

__EiffléﬁLﬁmwThe person(s) so fidentified might no longer be
available‘for employment when a vacancy arose, but it would
be nice to be able to identify such personé and explore
further their desirability and availability.

Once again, we do not have the background to suggest
detailed operational procedures. However, if.the desirabil-

ity of the goal is accepted, we feel confident that proce-

dures could be worked out.
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